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training institutions and private , sector employers. Data were 
collected from 48 training programs, both Comprehensive Employment 
and Training Act (CETA) and non-CETA, and from 40 employers selected 
through an extensive process. The study concluded that linkage occurs 
at\wo levels: the institution level and the program or classroom 
level. Inciica^rs of linkage at the institutional level include the 
background of the executive directors, the time they spend talking v 
with local employers, and the involvement of the advisory committee 
in the organization. Indicators of training program linkages include 
the background of the classroom teachers and the time they spend 
talking to employers. Other findings were that CETA organizations f 
that have strong linkages with employers tend to fund training 
programs at institutions with strong linkages, and that 
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provided, however. Further research into linkages wis recommended. 
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FOREWORD 



Without labor market skills, youth cannot become economically self- 
sufficient. The skilLs youth initially bring to the labor market are 
generally acquired through public or private training in education institu- 
tions. The effectiveness of these training institutions depends in large 
part on their ability to remain current with the demands of the labor market 
and to translate these demands into programs that provide graduates with the 
skills needed to obtain jobs. Youth unemployment can result when there. is a 
discrepancy between the training youth receive and the requirements of em- 
ployers. It is often asserted that training institutions are slow to.respond 
to emerging shortages in particular fields, and slow to terminate training 
programs lor occupations that are in surplus. It also has been argued that 
even when schools target on an occupation that is in great demand, they often 
tail both to teach the relevant skills in a realistic setting, and to instill 
the work habits that are essential to success on the job. 

The Patterns of Linkage Project investigated the assumption that link- 
ages between training institutions a/id employers can reduce discrepancies 
between training and employer * demand s% and hence increase the employabili ty 
ot youth. " The working hypothesis of the Project was that linking employers 
l^ore closely to training programs contributes to: (1) 'better alignment of the 
skills and attitudes of high-risk youth with the demands of employers*, and 
(2) improved employment opportunities for youth. 

Professor Charles Knapp of George Washington University served as a 
consultant tor this study. His guidance and support assisted the staff in 
working with CETA organizations across the country. Gillian Hunter, Graduate 
Research Associate at the University of Wisconsin, assisted in the design of 
survey instruments and in conducting site visits. Appreciation is also ex- 
pressed to the National Institute of Education for sponsoring the work and to 
Warren Simmons, who served as Project Officer. 

We are grateful to the following individuals, who provided insightful 
critiques of the study; Henrietta Schwartz, Dean of the School of Educa- 
tion, San Francisco Stajte ; University ; Beatrice Reubens, Senior Research 
Specialist, Conservation of Human Resources, Columbia University; La.na Wertz, 
Director, Equal Opportunity, Aetna Life Casualty; and William Efrooks , Direc- 
tor of Personnel Planning, General Motors Corporation. 

The surveys discussed in this report could not have been completed 
without the cooperation of over two hundred people who were interviewed or 
provided valuable in format ion. 

Finally, The National Center for Research in Vocational Education wishes 
to express its appreciation to the staff members involved in 'this project. 
Michael Crowe and Deborah Coleman directed the study, with assistance from 
Larry Hotchkiss, Linda Lotto, Lisa Chiteji, Lynn Brant, Roger Allton, and 



Bill Stevenson* The study was conducted In the Research Division of the 
National Center^fwith assistance from Associate Director John H. Bishop, who 
provided directTOn for writing interview protocols, analyzing data, and 
'writing the report. Special thanks go to Vera Mueller, Jacque Masters, and' 
Cathy Jones for carrying out the technical production of the report. Editing 
was provided by Constance Faddis of the Editorial Staff. 

Robert E. Taylor 
Executive Director 
The National Center for Research 
in Vocational Education 



lu 



J i 



ERIC 



1 



CHAPTER I 
INTRODUCTION 

An issue of great concern in this country is how best to achieve p 
effective collaboration among those who train workers and those who employ 
workers. The diversity and complexity of the nation's training systems make 
it difficult to plan for a more ^effective delivery system. A review of the 
history ot tederal efforts to promote employment and training notes that* 

. .,the attempt to develop a comprehensive employment aod training 
policy was increasing competition for federal dollars/among the 
very organizations from whom coordination was deemetT desi rable , 
Decentralization led to diversification and as more agencies be- 
come involved, [to] more competition. The delivery system became more 
complex. (Kit* ft el , p. 13) 

Ln the debate over the proper role ot various training institutions, one 
of the pivotal topic areas is how employers and training institutions can 
better tftok together to increase the eniployability of trainees. For the ^ 
purposes- ot £his study, linkage includes both formal and informal arrange- 
ments between a training institution and a private sector employer. Con- 
ditions and ftactices that increase the likelihood that information will be 
exchanged between employers and training institutions also indicate linkage. 

The importance of 4 such linkages for improving the delivery of training 
is exemplified by the emphasis in federal legislation placed on developing 
closer collaboration between private sector employers and training providers 
tunded through the Comprehensive Employment and Training Act (CKTA) or 
Vocational Education (P.L. 94-482). This importance is also revealed in 
major policy reports, such as the Carnegie Council on Policy Studies in 
'Higher Education (1979) and the National Commission on Youth (1980), es- 
tablished by the Charles K. Kettering Foundation. These reports have 
emphasized the importance ot developing closer collaboration between *he 
public vocational training establishment and the business/indust ry^com- 
mu n 1 1 y , ' * H 

The purpose of this study was to examine and describe patterns ot 
linkage "between training institutions and private sector employers. A 
pattern ot institutional linkage constitutes the range of activities and 
conditions through whifch institutions assess the performance requirements, 
work norms, and occupational needs of employers. A pattern of employer link- 
age depicts the range of activities and conditions through which employers 
seek to intluence the choice of occupational training programs, curricula 
and training environments provided in an institutional setting. By looking 
at patterns of linkage rtther than at singular linkage activities, overall 
strategies for relating employers to different kinds of training environ- 
ments begin to emerge. 

Because ot the diversity ot the training sector, the study was broad in 
scope. The programs studied were selected to include both CETA and non-CKTA 



tunding sources. A variety ot institutional settings (public secondary, 
public postsecondary , proprietary, and community-based organizations) were 
selected to be include'd in the study. This categorization of institutions 
retlects the legal funding and governance structure of the organization 
(i.e., public secondary or postsecondary , private for profit, and so forth). 

In order to investigate patterns of linkage, as opposed to isolated 
linkage arrangements, a three-level study framework was employed. Types of 
linkage arrangements and related insti tut ional and program information were 
examined in regard to institutional planning, training, and placement/em- 
ployment act ivi ties. Institutional planning activities include selecting 
personnel to staff a training institution, determining which occupational 



programs to otter, and determining entrance criteria and other conditions for 
X raining. Training activit ies relate to curriculum content, instructional 
materials and equipment , and maintaining a learning environment. Employ- 
ment/placement activities are activities oriented toward moving the graduate 
from training to employment. 

The remainder ot the report is organized' into four additional chapters.^ 
Chapter 2 describes the data collection procedure for the two major re- 
search procedures — a training institution survey and an employer survey. 
Chapters i and 4 respectively present the results of the training insti- 
tutions survey and the employer survey. Chapter 5 raises questions for 
iuture study. 




CHAPTER II 
DATA COLLECTION 



The study design for the .project included two major dala collection 
procedures— a telephone sifrvey of % training institutions and a telephone 
survey of employers. On-site interviewing, conducted in six of the ten 
cities, was used to enrich and verify da/a collection by telephone. 

V ■ ■ * - 

Program Sample Selection * 

i . : — ^7" - * 

The program selection procedure was a five-step process. The first step 
involved identifying cities that included t>oth CETA and non-CETA trainings 
programs, and cities in which the CETA w prime spbn^ors and private industry \ 
councils (PICs) operated separately from each other. Separate PICs and .prime 
sponsors wefe selected to make 5 it possible to analyze the PICs, which are 
explicitly designated by federaT legislation to promote linkage with private 
sector employers. A phone survey of nine U.S. Department of Labor regional 
PIC coordinators resulted in a list of sixty^eight such cities. 

The next 'step in the program selection procedure was to select two^ 
occupational areas in which similar entry-level training was being provided 
in the variety of institutional settings being utilized in the study. The 
two occupational areas selected were machine trades and clerical skills. 
^Preliminary data analysis from five cities showed that training for the , 
^machine trades is a specialized process. Therefore, data cjn the machine 
trades were not collected for institutions in the other five cities. 

Through phone interviews with the prime sponsors and PIC staff, eight 
cities were identified that /had separate PIC and prime sponsor staffs* and 
also had either machine trades or clerical programs in the variety of in- 
stitutional settings examined in' the study. Two additional cities that 
afforded the opportunity for on-site interviewing on a repeat basis were 
added, making a total sample of ten cities. Using information obtained from, 
interviews with local, staff members and from a .review of the institutional / 
directories, a total of eighty-one candidate institutions were identified. 

Since a particular interest of the project was hard-to-employ youth,, the 
number, of candidate institutions was further reduced to those, that enrolled 
at least 25 percent of youth who were: (1) economically disadvantaged, (2) 
members of minority groups, or (3) high school dropouts or marginal achievers 
~^ta high schools. Estimates of these criteria were obtained through phone 
interviews with the executive directors of the eighty-one candidate institu- 
tions. , < . 

The final ^step in the program selection-proces&'was to identify those 
training institutions willing to participate in the study. This process for 
identifying training programs resulted in a sample of forty-eight training, 
programs in fifty-nine institutions across ten citifs. The detailed^ infor- 
mation concerning the results of programs selection procedures are presented 
in figure 1. * ■ ; 



Employer Selection ' , " 

The institutional interview asked for the names of employers who were 1 
serving oiv an advisory committee to the organization? and for the names of . 
employers who were members of an advisory committee for the machine trades 
and clerical occupations* From th^se names, forty employers were chosen and 
interviewed*. Several schools chose not Jtb provide these 7 names and still 
others did' not have an advisory committee structure. Therefore, the forty 
employers represent those employers who were recommended and who agreed to 
the interview. 




FIGURE 1* Number of jtra I nlng. programs by city, type of 
Institution, and funding sources Included In this study 
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NOTES: "Values In cells represent the number of training programs for which there Is soma Information* 

^Different programs, but In same Institutions* ^ ' 

^Although the PIC supports about one-third of the trainees', for purposes of this analysis, the program »as 
1 classified as non-CETA funded since there was no special consideration^ Ivan PIC-sponsored trainees* 

d Thls program has trainees sponsored by Prime Sponsor and PIC. 

°No training program Information for this program. 

*No executive director Information for this program. 

^Machine trades training program; all others are clerical training programs. 
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The Selection of Respondents 

A telephone interview was selected as the primary data collection 
'strategy* In addition, a sma.ll number- of follow-up, on-site interviews were 
conducted. The on-site interviews served to verifvy the information obtained 
from the phone interviews and provided the opportunity for in-depth probing 
of issues related to institutional linkage. 

According to the conceptual approach of looking at linkage as communi- 
cation brought to bear on three functions (i.e., institutional planning, 
training, and placement/ employment)-, phorrfT interviews we're conducted with' 
the executive director and with the followH^Jg personnel of each institution: 
(1) admissions or intake officers, (2) trainers^-and (3) placement officers. 
If an institution offered a separate course or set of activities designed to 
help' trainees get a job, the instructor of this activitity was also inter- 
viewed. In some institutions, each of these functions was performed by a 
different individual; in other institutions, one individual served in^more 
than one role. Data collected from an individual who performed several x^les . 
were counted each time data for that role was considered. 

The executive director of the institution was interviewed first. At the 
end of that first interview, the executive director was asked to recommend a 
staff member in each of the above noted functions (admissions, and so forth) 
who could participate in the interviewing process. •■ . 

i 

Instrument Development 
t . * • 

Selecting an operational, definition for linkage was the initial task in 
( the development of the telephone interview questionnaire. It was determined 
that a definition that incorporated a variety of perspectives should be used. 
As a result, the final definition viewed linkage as communication of knowl- 
edge and institutional response to the demand for workers, as indicated by 
the labor supply and demand model'. Linkage was viewed as a means through 
which communication occurs about the hiring needs, practices, and standards 
of employers, and the capabilities and capacities of training programs. 

Linkage takes place at both institutional and program levels. Informa- 
tion and experience acquired through linkage is used in decision making for 
three afunctional areas: (1) institutional planning, (2) training, and (3) 
•employment/placement activities. Institutional planning includes determin- 
ing occupational areas ior training, selecting training personnel, establish- 
ing criteria for admissions, and establishing overall policy; Planning for 
training includes determining specific skills to be taught^ developing train- 
ing materials, delivering training, and providing a training environment' £or 
learning the job. Employment or placement includes all activities designed 
to move the student from school to paid employment. 

As a second step, an interview questionnaire of approximately 100 items 
based on each of the three perspectives was prepared. The items were class- 
ified according to which person in the training institution could best re- 



spond to the item? the, content of thq response, how the item WOiUd be b eval- 
uated by respondents in different institution^, and wlTat otfier /types orf 
information would be^r^lated tp the item. ..A preliminary interview question-, 
naire was developed/.and field-tested in Indianapolis, Ifiidiana;; and Columbus, 
Ohio. Based on these field tests, *a final questionnaire w£s - constructed. 
The iristruments used in the study appear in 'a separate dOGUBi^qt, technical 
Appendices. / • 1 -. V " , , " * .. * ^ > 

Because of the ' diversity amgng training ; , institutions <- and*' programs , it 
should be noted that similar responses across institution^ may< require dif- 
ferent interpretations according to local contexts, v ' t * 

The employer interview was developed to obtain Jfahe employer perspective 
on those questions from the institutional interviews/that /asked how employers 
contribute to activities both at the institutional l^el and at the program 
level. In this way, the employer survey could be used :to validate the an- 
swers and perceptions of training ins titut^io.n "personnel , as well as provide 
interpretations- of the relative significance -o£* these activities as seen from 
an employer point of view, ' , * - 



CHAPTER III 

RESULTS OF INSTITUTIONAL SURVEY 

A total of forty-eight training programs in fifty-nine institutions were 
included in the institutional survey. . The result^ of the survey, along with 
the follow-up information obtained in the on-site interviews are summarized 
in this chapter. The first section describes the participating institutions 
included \n the sample. The description is framed in terras of the major 
types ot institutions (public secondary, public postsecondary , and so forth) 
inc^^led in the survey and variations within categories in enrollment program 
offerings and staff size. A discussion of the use of advisory committees 
follows. A third section presents the types of linkage arrangements devel- 
oped between the various types of training institutions and the business/ 
'industry community. Fourth, relationships among measures of linkage and 
characteristics of the programs ar*e presente€. Chapter ^ will present data 
from the telephone survey of forty employers who served as advisory committee 
members to institutions in the study. 

-J * • >. . 

Institutional Context 

: : W 



Institutional Capacity . 

Figure 2 displays the fifty-nine institutions categorized by legal 
funding and governance structure (i.e., public s^condary^ or postsecondary , 
private for profit, and so forth). These broad catlgories differ in size, 
purpose" of the organization, and scope of program offerings. The category of 
secon4ary institutions includes vocational .high schools, area vocational- 
technical schools^ and adult skill centers that are governed by local boards 
of education. ( \ — , " 
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Fhjure 2* Number of institutions surveyed 



Type of I nstltutton Number 

Pr Ime Sponsors 4 7 

Private Industry Councils (PICs) ' 6 
Public Secondary 
Pub I lc Postsecondary 
Propr letary 

Community-based Organization (CBOs) 11 

Comprohens Ive H Igh Schools ^ 

others * - L 

Total . 59 



8 
11 
1 1 



7 



17 



The sizes of the institutions in the sample, as measured by the number 
of full-time professional- staff and the number of occupational courses are 
displayed in table i. For all classifications of institutions, with the 
» exception of PICs, the range in the number of full-time staff and in the 
number of occupational programs is considerable. Considering the more 
targeted and limited mission of community-based organizations (CBOs) and 
proprietary schools, it is not surprising that these eighteen institutions 
offer the fewest programs. In reviewing the sizes of the public secondary 
and postsecondary schools, some caution is in order. The very small insti- 
tutions tend to be institutes or divisions operating somewhat independently 
of the parent organizations but whose staff are on the payroll of the larger 
organization. 



TABLF 1 

NUMBLK Of eULL-TIMfc S FAFF AND OCCUfi^f I0NAL PROGRAMS 
* BY TYPfc OF INSTITUTION 



Type of ' 
Institution 


N 


Number of, 
Ful l-tlme Staff, , 
In Institutions 


Number of Occupational 
Programs Supported or 
Offered b£ J nst I tut Ions 


Range 


Median 


Range / 


Median 


Pr^me Sponsors 


7 


16-240 


59 


19/32 




14 


PICs 


b 


l-2b 


4.5 


/>20 , 


r 


1 1 .5 


Pub 1 Ic Secondary 


8 


5-100 


60 


/ 40-25 


16.5 


PuM Ic Postsecondary 


11 


3-560 


200 / 


1-90 


44 


Propr letary 


10 


3-75 * 


15 


1-13 


8 


CBOs 


8 


16-100 


30 


3-12 


5 


Cnmprehens 1 ve 
High Schools 


3 ' ~ 


11-88 


J59 ' 


' 14-20 


17 



N - Number of Institutions for which this data Is available 



Table 2, which shows the number of trainees by sex, ethnic group, and 
age, further demonstrates, the differences in enrollment and demographic 
characteristics of clientele for institutions within the same classification. 
Since institutions were selected on the basis of their having at least 25 
-percent disadvantaged students and 25 percent under the age of twenty-five, 
the variation across institutions was constrained. 

/ 

figure i shows the numbers of each type of institution* that receive CETA 
funds for training. CETA-f unded training, programs include programs selected 
by the prime sponsor (Title VII) and/or the PIC (Title II B) . Information on 
whether institutions receive funding under other CETA Titles was not collect- 
ed. In many cases, the prime sponsor and the PIC support either the same 
training program or similar programs in the same ' institutions. Often, the 
prime sponsor or PIC merely purchases slots (i.e., pays the tuition for CETA- 
eligible persons to attend class). * One-third of the total sample of programs 
Studied reside in institutions receiving CETA Title Vlf and/or Title II B 
monies. Half of the CETA-f unded programs are in CBOs and a third are in 
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: TABLE 2 

DEMOGRAPHICS Of CURRENT PTKAI N I NG CLASS-FOR EACH INSTITUTION 
BY TYPt OF INSTITUTION 



0 * 

Type of Tra 1 n I ng 
Institutions 


Total 
Number of 
Tra 1 nees 






Percent of .Trainees 








r» 

Sex* 


Ethnlclt^ 




Ag 




Male 


Fema 1 e 


W 


B 


H 


6 


Under 
25 


pver 
25 


Publ Ic 






rf- 


• 














Secondary: 
























A 


18* 


0 


Too 


50 


50 . 


0 


o. 


100 


0 




fe 


100 


10, 


90 


15 


80 


5 




25 


75 




C d 




80 


20 


70 


30 


0 


0 


1 00 


0 








85 


1 5 


7J 


29 


0" 


0 


1 00 


. 0 




- L d * 








60 


4a 


0 


0 


. 100 


0 






A 7 7 






50 


► 50 


0 


0 


"vj 00 


o 






















MD 


Publ Ic 




r- 








4 










Postsecondary : 






















\ 


30 


1 0 


* ' 90 


60 


40 


0 


0 


50 


50 






21 


4 


96 


4 


96 


0 


0 


Q r\ 
OU 


20 




C d 


36 


97 


3 


94 


3 


3 


0 


nr\ 
f\J 






D d 


285-300 


DK 










DK 


1 UU 


U 




F d 


1,919 


87 


13 
















it 


o , / uu 


A S 




75 


25 


0 


0 


0 " 


1 00 




H d 


M) 
















MD 




1 


ND 
















MD 


Propr ietary: 




















40 


A b 


35 


6 


94 


6 


82 


12 


0 


60 




B 


* 30 


0 


100 


70 


20 


0 


10 


90 


1 0 




C 


■> 19,, 


5 


* 95 / 


'37 


58 


5 


0 


95 


5 






15 


1 3 


87 


7 


13 


33 


47 


1 00 


0 




?- 


100 


5 


95 


67 


20 


7 


6 


40 


60 




F d' 


350 


25 


75 


50 


50 


0 


0 


95 


5 




« d 


215 


20 


80 


'DK 






DK 


60 . 


40 




jd 


/o 


i y 


Q 1 

01 


87 


12 


1 


0 


7S 






l d 


MD 
















MD ' 


CBOs : ^ 
























A b 


'19 


1 1 


89 


21 


37 


16 


26 


47 * 


53 




H 


/ J5 


7 


93 


7 , 


79 


7 


7 


80 


20 




f be 


22 


91 


9 


90 


10 


0 


0 


50 


50 




n b 


76 


32 


68 


17 


9 


73 


1 


80 


20 V 




L 


25 


0 


100 


68t 


32 


0 


0 


80 


20 \ 




F b 




30 , 


70 


14\ 


28 


0 


58 


100 


0 




G d 


MD 
















MD 




H d 


266 


MD 














MD 




'd 


70-80 • 


75 


25 


10 


80 


10 


a 


50 


50 




J d 


M) 
















MD 


Comprehensive 
High Schools: 


A d 

B d - 
C d 


250 
1 ,200 
1,441 


40 
58 
49 


60 
42 
51 


30 
70 
0 


50 
' 30 
. 0 


10 

0 
0 


10 

0 
0 


100 
100 
100 


0 
0 
0 



a s Data for five classes are missing* c = Machine trades occupational programs 

b - Represents CETA-funded programs d = Clerical/secretarial occupational .programs 




proprietary schools. The relatively high use of CBOs is consistent with their 
purpose aud role, in the community as explained by Riff el (1981). That there 
are only two CETA-funded programs in the public secondary and postsecondary 

• institutions reflects a lower utilization of these institutions than is found 

in most situatiohs. In considering this distribution, it should be noted 

that the programs studied Tare predominantly clerical and are therefore easily 

/ set up in a CHO or proprietary school • set t ing . 

^ • 

* • ' ' ' 
*fr Figure 3. Number of training programs by type of Institution and funding source v 





Non-CETA 


CETA 


Total 


Pub 1 Ic Secondary 


7 


1 


8 » 


Comprehensive High School - 


3 




3 ' 


Publ Ic Postsecondary 


10 


1 


11 


Propr letary 


10 


3 


13 


CBOs 


4 


6 


10 


Others . 
Tota 1 


2 y 
36 


1 

12 


48 



Private Sector Experience of Institutional Personnel 

v : 

Prior private sector work experience of personnel who direct the in- 
stitution or who are trainers, admissions "staff, or placement personnel is 
thought to be a facilitator of linkage. Tables 3, 4 and 5 show the percent- 
age of executive directors, trainers, admissions personnel, and placement 
staff who held related jobs in the private sector before taking their current 
positions. Fifty percent of the directors of proprietary schools and of CBOs 
previously managed a business or had been a personnel manager. On the other 
hand, 100 percent of the instructional staff in public secondary schools, 
CBOs, and comprehensive high schools had private sector work experience in 
the field in which they are teaching. Over half (57 percent) of admissions 
staff from CBOs had private sector work experience,; whereas 75 percent" of the 
staif on public postsecondaty schools had this expedience. A somewhat higher 



I ABLE 3 

EXECUTIVE DIRECTORS' PRIOR PRIVATE SECTOR WORK EXPERIENCE 
BY TYPE OF INSTITUTION 



Type of 1 nst Itut Ion 


N 


Percent of Executive Directors 
Who Managed Businesses or 
Had Been Personnel Managers 


Pr Ime Sponsors 


7 


14* 


PICs 

Publ Ic Secondary 


6 




11 


36* ^ 


Propr letary 


10 • 


50* 


CBOs 


8 


50* 


Comprehensive High Schools 


3 


0* 


TOTAL 




36* 


N a Number of Executive Directors 


0 \ 


■ 2u 



percentage of placemeot *staff of pujblic secondary schools had private sfector 
experience 'than had comparable staff in other types of institutions. 



TABLE 4 

PRIOR PRIVATE SECTOR WORK EXPERIENCE OF PROGRAM PERSONNEL 
BY TYPE Of TRAINING INSTITUTION 



Typ» of 
Institution 


N 


P»rc»nt Tralrxtn 
w 1th Supervision 
or Occupat lonal 
Lxpmr \mnc» 


N 


P»rc»nt 1 ntokt or 
Admissions Persons 
with P«rsonn»l or 
Pr lv«t« Sartor 
Job Experience, 


N 


Pt cm nt P 1 mcmmni 
Person* with 
Personnel or Other 
Pr ly»t» Sector 
Job Exper Unc* 


Totel Percent 
of Persons with 

Pr lv«t» Sector 
Work Experience 


Publ Ic 
Second try 


8 


1001 


6 


671 ' 


5 


80| 


841 


Publ Ic 

Pos tsecondary 


> 9 


89| 


8 


75l 


7 


711. 


791 


Propr letary 


13 


i 71 


9 


781 


9 


y 781 


771 


C8O1 


8 


* loot 


7 


571 


7 H 


711 


771 


Ccmqc9hmm lv* 

High Schools 


3 


fiool 


0 


0 


1 


1001 * 


100$ 


TOTAL 


41 


I 90S 


40 


701 


29 


761 





Table presents this same data for institutions grouped as CETA-funded 
and non-CLTA-f unded . For trainers, admission staff, and placement persons, a 
higher percentage of staff from CETA-funded organizations had prior private 
sector work experience. 

K * ' * 

TABLE 5 * 

PRIOR PRIVATE SECTOR WORK EXPERIENCE Of TRAINING INSTITUTION PERSONNEL 
BY CETA-FUNDED AM) NON-CE TA- FUN0EO PROGRAMS 



fundi ng 
Source 


\ 

N 


Percent Trainers 
with Supervls Ion 
or Occupational 
Experience 


N« 


Percent Intake or 
Admission Persons 
with Personnel or 
Privet© Sector 
Job Experience 


N» 


Percent Pleceeent 

Persons with 
Personnel or Other 
Private Sartor 
Job Ex per lence 


Totel Percent 
of Persons with 

Prlvete Sector 
Work Experience 


CET A- funded 


12 


831 


9 


89$ 


9 


671 


601 


Noo-CETA- 
funded 


36 


751 


23 


521 


26 


571 


631 


TOTAL 


48 


771 


*2 


631 


37 


591 





N • Number of occupetlonel programs 

N* • Nuaber of occupation* I programs reporting dete 



Ad v i s o ry Committees 

Including private sector employers on the governing boards and/or ad- 
visory committees of education and training institutions is one of the most 
common mechanisms for linking with the private sector (see tables 6 and /). 
Advisory committees may be established on an institutional level to assist in 
planning and the decision making involved in institutional planning. They 
may also be used at the program level to focus on specific occupational pro- 
-am questions. As shown in table 6, 100 percent of the prime sponsors and 
PICs and A high percentage of the public secondary (88 percent) and postsec- 
ondary institutions (91 percent ) have formal advisory committees • The list 
of titles for subcommittees shows that these committees serve institutional 
functiot\& such as assistance with evaluation, planning, or budgeting, as well 
as occupational planning. 
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TABLE 6 



ADVISORY COMMITTEES FOR INSTITUTIONS 









IE 


Number of 
Subcommittees - 




Typo of 
i nsi itut ion 




Percent Hav 1 ng 
Advisory Committees 

/™\r* PfM t t\f lie 

or uuu nv. i i 5 


Percent Having 

C 1 1 K f*/tnvTi 1 'f 'f oac 
jUuLvfim 1 TTWb 


Range 


Med Ian 


V 

Titles of . 


Pr Ime Sponsors 


7 


100* 

r* 


1\% 


1-6 


3 

• 


Review Title IV 
Planning (2) 
Youth Employment 
Evaluat Ion 
Overs Ight-- 
Educat Ion 

Program Evaluation 
Service Providers 
Budget 
Youfh 

p*(Uc Inn 

Planning 


P 1 Pe 


u 




100* 


1-4 


2.5 


Research Development 
Minority Employment 
Membership 

Employment Generation 
Employment & Training 
Computer Programming 
Machine Trades 
Operating Committee 
Executive Committee 
Clerical Committee 


Publ Ic 
Secondary 


8 


88* 


13* 


1 u 


1 u 


Each Program " 


Pub 1 Ic 
' Post secondary 


i i 


Q1 1 




3-75 


5 


orap n i cs 

Dental Assistants 
Business Education 
Clerical and Machine 
Trades Committees 


Propr letary 


10 


60* 


40* 


2-5 


3.5 


Lega 1 Secretary 
Mod leal Secretary 
Executive Secretary 
Finance 
Co-op 

Curr IculTjm 
Capital Outlay 
Restaurant Management 


CBOs 


8 


v>% 


50* 


2-5 


3.5 


Pol Icy 

Staff Development 

Execut Ive Ooerat Ions 

Placement 

Planning 

New Curriculum 

Skll 1 Training 

Adult Basic Education 

Board of Trustees 

Project Advisory Board 

Advisory Board Cler leal 

Adult Vocational 

Business Education 


Comprehens Ive 
H Igh Schools 


3 


33* 


33* 


1 


1 


Ad Hoc Committees 



N c Number of Institutions 



12 



ERIC 



2<> 



1 



t 



Table / presents the percent of institutions that have an advisory 
committee for the clerical or machine trades training programs. This table 
again points out the variation in practice among schools within a single 
classification* Occupationally related advisory committees ar£ least used by 
the proprietary schools (40 percent) and most used by PICs (83 percent) and 
public postsecondary schools (82 percent)* 



TABLE 7 

ADVISORY OR PLANNING COMMITTEES 
FOR CLERICAL OR MACHINE TRADES OCCUPATIONS 



\ 

Type of 
1 nst i tilt Ions 


N 


Percent of Institutions 
" 7 Having a Specific Planning Committee 
for the. Occupat lonal Programs of 
Clerical or Machine Trades 


Pr in*/ Sponsors 


7 


60* 


PICs" 


6 

a 


83* 


Publ Ic 
Secondary 


8 


63* 


Publ Ic 

Postsecondary 


11 


82* | 


Propr lotary 


10 


40> ^ s 


CBOs 


8 




Conprehens I ve 
Hhjh Schools 


3 


61% 



N - Number of institutions 



The amount of time that training institution staff and advisory coraittee 
members spend interacting with each other is an indicator of the intensity of 
communication, and hence of linkage. Table 8 displays the executive direc- 
tors^ report of the time that committee members spent in advisory committee 
meetings. The daLa indicate that advisory committee members for prime 
sponsors and PICs spent more time than the advisory committee members of 
other * training institutions.- The advisory committee members of ^public 
secondary schools and proprietary schools spent the leas^t amount of time in 
meetings . 

» 

Advisory committee meetings represent only a portion of the contact be- 
tween institutional staff and the private sector. Table 9 presents data on 
t;he time spent by the executive* directors during the previous^ five working 
days in conversation with employers — both those on the advisory committees 
and those not on the committee. 

The time spent in conversation with employers on the advisory committee 
averaged 5.1 hours for CBO directors, 8.1 hours for PIC directors, 4.8 hours 
for proprietary school directors, and less than one houi* for the directors of 
the other institutions. The time spent conversing with employers not on the 
advisory committee averaged 3.4 hours for the secondary school directors, 2.9 
hours for the postsecondary school directors, 4.6 hours for PIC directors, 
and less than 1.4 hours for the directors of CBOs, CETA prime sponsors, and 
proprietary schools. Obvidusly, in the CBOs, PICS, and proprietary schools'; 
advisory committees are a very important part of the institution. The major- 
ity of executive directors who reported no time -spent contacting employers 

13* 

• 23 



Indicated that this was not part of their job, and that other individuals in 
the organization were responsible for this activity. 



TABLE 8 . 

TIME SPENT IN AD V I SORr COMMITTEE MEETINGS 



1 $ 

Type of 
1 nst 1 tut Ion 


N 


Percent of Institutions 
That Spend Time In Advisory Committee Meeting 


s 


- { 


Average Hours per Month 




Less 
than 
1 hour 


1* to 
2.9 
hours 


3 to 
4.9 

hours 


5 or 
more 
hours 


Did 
not 
know 


Pr Ime Sponsors 


8 


0 


M% 


33* 


33* 


17* 


PICs 


. 7 


0 


*> 14* 


29* 


14* 


43* 


Publ Ic Secondary 


7 


57* 


43* 


0 


0 


0 


Public Postsecondory 


10 


20% 


20* 


20* 


0 


40* 


Propr letary 


6 


35*" 


0 


17* 


0 


50* 


CBOs 


9 


11* 


22*. 


. 1>* 


11* 


45* 


Comprehensive 




67* 


33* 








High Schools 


3 


0 


0 


0 



N * Number of Institutions having advisory panels 



TABLE 9 

EXECUTIVE DIRECTORS 1 CONTACT 
WITH EMPLOYERS FOR LAST FIVE DAYS 
BY TYPE Of 1 INSTITUTION 



Typa of ' 
1 mi Itut Ion 


N 


Tin* Contacting 
Advltory Panal Hmbvrn 


Tina Contacting 
Non-advlaory Panal NMbart 


Numbar of Hour* dur ing Latt 9 Dayt 


Nuabar o*f Hourt during Last 9 Dayt 


0 


1-4 


5-8 


9-12 




0 


t-4 


9-e 


9-12 




Prims Spontort 


e 


63$ 


37$ 








50$ 


37$ 


13$ 






PICs 


7 




29$ 




42$ 


29$ 




97$ 


29| 




14$ 


Pub 1 Ic 
Secondary 


7 


66$ 


14$ 








97$ 


29$ 






14$ 


Public 

Po«t»«cond#ry 


10 


70$ 


30$ 








30$ 


90$ 




20$ 




Propr latary* 


10 


60$ 








30$ 


33$ 


67$ 








C80i 


s 


63$ 


12$ 






291 


90$ 


90$ 








Ccmprmbmr* lv« 

High Schools 


3 























N " Nuabar of awacutlva d tractor* 

• Parcantagaa do not add to 100 dua to nlttlng data 



Institutional Flexibility in Program Offerings 

Another indicator of an institution's linkage to the labor market is its 
. ability t6 add or discontinue occupational training when the market demands. 
The assumption is that because occupations an^ their requirements are con- 
stantly changing, institutions that add or discontinue training are more re- 
sponsive to the labor market than are institutions that do not adjust their . 
training programs. Data was, therefore, collected on (1) the number of occu- 
pational programs -added or discontinued during FY* 81 and (2) the reasons for 
the discon t inuat ions. 

, The hypothesis was that prime sponsors and PICs would be more likely 
than other institutions to add or drop programs . The' basis for this hypoth- 
esis was ..that these institutions are brokers of training provided by, others 
and, consequently, have no long-term commitments to staff and no Buildings 
and equipment to maintain. The data presented in table .10 clearly support 
this -hypothesis. Not only were the prime sponsors and especially the PICs 
more likely to add or drop programs, they were also more likely to attribute 
drop decisions to market-related factors., such as lack of placements or an 
.absence of employer requests: 

TABLE 10 

aVcSaoT "ERCtWT OF PROGRAM CHANGES IN RESPONSE TO 
LABOR KARXFT 'CONDITIONS 



Type of 

Institution 


. Numbar of 
Occupot tonal 
Prog ra«»s 


Par cant of 
Program* 
Result of tmployee 
Request 


'Average 

Par cant of Prograae 
Employers 
Prowl sad to H Ire 


Averege 
Percent of 
Programs 
Added 


Average 
Percent of 
■roar ens 
Deleted 


Prime Sponsors (7) 


129 


121 


41 




61 


PICs (6> 


„ 66 


49| 


91 




361 


Pub 1 1 c Secondary 








/:: 




(Vocational) (6) 


109 


91 


21 




121 


Ccapr *h+m 1 v* 












High Schools (3) 


34 


111 


0 


101 


51 


Publ Ic Poit*- 












secondery (11) 


404 


111 - , 


II 


211 


41 


Proprietary (11) 


69 


221 


61 


161 




CBOs (10) 


26 


' 421 


421 


181 


281 



Most PICs i»n the sample ,had only recently come into existence and had 
rapidly £ rowing budgets and stall, so their propensity to add new programs is 
no surprise. The large number of discontinuations (36 percent over a two- 
year period), however, is quite significant and reflects both the flexibility 
that comes from being a broker and the unique philosophical orientation of 
these institutions. 

* The CBOs and prime sponsors seem to be the next most flexible institu- 
tions. New programs were 2b percent of the prime sponsors' offering and 
percent ot the CBOs* offerings. In the previous two-year period, 28 percent 
of the CbOs 1 programs had been discontinued. 

HICs and CBOs are more likely to offer training programs in response to 
requests by employers. In fact, two PICs and 'one CBO indicated that all 
their programs resulted from employer requests. CBOs had lined up promises 
to hire some of their graduates for 42 percent of their training programs. 
In the -other training institutions this practice was quite uncommon, with 



ERJC 

> 



15 



25 



none ot the categories ot training institutions having obtained hiring 
conmitments in advancefor more than 10 percent of their programs. The * 
explanation given by some respondents was that their training programs pro* 5 *, 
duced such outstanding graduates that a promise to hire was not needed. 



Linkage Functions* ^, 

This section presents the types ot linkage arrangements developed 
between the various types of training institutions and private sectbr employ- 
ers , along with related institutional and program information. The informa- 
tion is discussed under three subtopics — student selection, training, and 
placement. These three functional areas are essential to delivering *train- 
ing, but are often somewhat independent ot each other. Employers may contact 
the institution and communicate preferences at any of these points. 



Selection ,and Admissions 

Those activities conducted by training institutions before actual train- 
ing takes place represent 'one of the areas where ^linkage with the private 
sector can prove beneficial. Examples of these activities include: (1) 
assisting in determining the selection criteria for students, (2) providing 
input as to the selection requirements for instructors, and (3) providing 
information on labor market needs. In this survey, concentration was Ex- 
tended to one of these activities — the screening criteria employed by the 
varibus types of institutions. 

The processes by which applicants are admitted into a training program 
vary In complexity and selectivity across types of- institutions. This vari- 
ability is suggested by the data presented in tdble 11. At one extreme is 
the process by which students are admitted to high school vocational pro- 
grams. In the two sample high schools, students do not have to pass any 
tests or achieve a particular grade point average. 

\ 

TAM.C 1 1 
ttftCrNiNG CRITtftIA 

by rm. or institution 



Type of 

Institution 


N 


Percent of Program Ufttng Screening Criteria of: 


High School 
Dl plant 
or CCD. 


tor* 
HlfttOTy 


Orate 
Average 


Standard lied 
Teftt 


Cufttoatjed 
Teftt 


Interview 

for 
Internet 


Interview 

for 
Rating 


Pr In Sponsor • 
and PIC* 


7 


79 


0 


0 


86 


14 


86 


77 


P(*l IC 
Secondary 


S 


0 


0 


70 


0 


70 


•0 


70 


Publ Ic 

Po«t»econdery 


10 


so- 


10 


10 


SO 


10 


70 


40 


Propr tetary 


6 


83 


0 . 


17 


67 


33 


•3 


17 


c*>. 


4 


7S 


50 


0 


SO 


7S 


7S 


21 


CflBprtNwtlvi 
High School* 




0 


0 


0 


to 


0 


0 


0 



N • Nuaber of occupational progreat 
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Somewhat more complex is the system used by a CETA Skill Center. Pro- 
spective students are first, exposed to an information room, where they ane 
informed about various occupations and placement opportunities. The students 
are then tested to determine their aptitude for the occupations for which 
training programs are available. In Addition, they are interviewed to ■ * . 
determine their interest in and understanding .of the various occupational 
areas. Based upon the test and inte^iews, the applicants are placed for 
"hands-on experience" for several days in each of the three areas ithatjemerge 
as most appropriate. Instructors evaluate thes e experiences and, if ncT\nro7 
bleins appear during the "hands-on" period, the student is allowed to select 
any one of the three training programs. In the rare instance that none 
the threeT\ccupations seems appropriate, the prospective students are re- 
cycled through the information room. / .* 

*p . 1 

The selection process typical of the public and private postsecondary ? 
institutions in the sample is similarly complex but considerably more se- 
lective. The most common pattern uses a combination of high school diploma 
or G.E.D., standardized tests, and -interviews. In several, cases, provisions 
for waiver of the high school diploma are granted if scores on standardized 
tests are high enough (usually about fejhe sixth grade level). 

The most involved selection process is that used by some of the CETA 
prime sponsors. Most of their candidate trainees go through multiple ' stages 
of screening. For those people who enter the process by approaching* CETA 
first, the prime sponsors' intake unit is the first step of the process. The 
applicants are tested and interviewed to determine their categorical eligi- 
bility for CETA services, their occupational interests and aptitudes, and 
their ability to handle various occupational curricula. Those determined to 
be eligible are generally referred to a vendor institution, where the student 
may be screened a second time for admission to that institution, and even a 
third time for admission to a particular occupational area. 

For other CETA trainees, the vendor is the first point ofvcontact in the 
application, process. In many cities, vendors) recruit CETA-eligible trainees 
by placing ads in the paper. If the vendorVs 7 screening, procedures indicate a 
possible match with an upcoming training program, the individual is referred 
to CETA for certification of eligibility.,/ 



In summary, all institutions use type of screening criteria, usu- 

ally a combination of educational background, test scores, and interviews. 
However, it appears that only ifi a minority of cases are these criteria actu- 
ally used to deny students access to training. Most often they are merely a 
tool for placement and counseling for vocational choice. 



Training • 

Opportunities also exist to create linkages directed toward shaping the 
actual content of training programs. Moreover, the private sector can pro- 
vide assistance in exploring considerations such as: (1) the advantages and 
disadvantages of various training, si tes , or (2) the use of ffcsou^e persons 
in teaching. " In this section, information about these types of lrhkages is 
presented, aloag with associated institutional and program data. 

* 
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Trainers were asked to describe employer participation in the design of 
the curriculum. Tafcle 12 display? thii information! Of the forty respon- 
dents to this item, ten do not know whether employers participate in the ' v 
design of the curriculum. Seventy-one percent of public secondary and post- 
secondary schools and air three of the comprehensive high schools indicate 
that there is some employer involvement. While fewer proprietary schools 
report involvement in curriculum development, this percentage is ove^r 50 per- 
cent. ■% When .comparing programs by J&ource of funding, there is no difference 
between the CETA-funded programs and the non-CETA-funded programs, v . : 



TABLE 12' 

EMPLOYERS' PARTICIPATION IN" OURR ICULUM OESIGN 

by type of institution 



Tyaa of " 

1 net I tut Ion 


N 


Parcant of Ratpondanti 
Who: Old Not Knc* 
It E»ployan 
Part Ic Ipatad 


Parcant of Program 

Whara Eaployars 
Old Not Participate 


*> 

Par cant of Program 
Vhara Enployara 
Old Part Iclpata 


| T : —i 

Par cant of Enployart Who:* 


Donata 
^•rdvara 


Provlda 
Training 
Mfttarlals 


Occupational 
Curr Iculun 


Raco— ■ nd 

Flm 
Ciirr Iculun 


Evaluata 
Program 


Public 
Secondary -" 


7 


Of 


291 


f- 




29S 


43S 


US 


29S 


Public 

Poatsacondary 


7 


us 


431 


71S 


29S 


7»S 


J 

^_37S 


MS 


100S 


Propr lartary 


13 


251 


23S 


941 


13S 


23S 


' 40S 


94S 


46S 


ceo» 


10 


Of 


301 


60S 


60S 


401 


90S' 


60S 


10S 


Co»prahane Iva 

High School* 


3 


of 


Of 


1001 


-33S 


100S 


67S 


100S 


loot 



4$ 



N • Nuabar of occupational program 

* Parcanrt baaad on nuabar of aaployar* that did part Iclpata. 



EMPLOYERS 1 PARTICIPATION IN CURRICULUM OESIGN * 
BY CETA-FUNDE0 AND NGN-CETAr FUNDED PROGRAMS 



Funding 
Sourca 


N 


Par cant of Respondents 
Who 0 Id Not Know 
If Employ art 
Part Ic 1 p§ tad 


Par cant of Program 

tfhere Enployara 
Old Not Part Iclpata 


Pmrcmnf of Program 
Where Enployara 
Old Part Iclpata 


Parci 


nt of Enployara Who:* 


Oonata 


Provlda 
Training , 
Ma tar lal$ 


Recowmnd 
Occupational 
Curriculum 


Raconmend 

Flm 
Curr Iculua 


Evaluata 
Prograw 


CETA- 
funoad 


12 


as 


33S 


79S 


90S 


>17S 


42S 


67S 


29S 


Non-CETA- 
fundad 


24 


13S 


29S 11 


79S 


17S 


90S 


63S 


94S 


63S 



N * Nuabar of occupational program 

* Pmrcmtrt beied on nuabar of eMplpyera that did part Iclpata* 



There appear to be several basic ways in which employers contribute to 
training programs. Seventy-one percent of public postsecondary schools 
receive training materials and 86 percent receive recommendations frpm 
employers for tailoring their training to specific employers'. All severf 
public postsecondary institutions that have employer involvement receive 
program evaluations. Ten percent of the ten CBOs have employer evaluation of 
the curriculum and 60 percent receive donated hardware from employers. 

Learning technical skills and related work habits may enable a person to 
be hired into a job; however, employers say that more general habits of punc- 
tuality, responsibility, and cooperation enable the person to keep the job. 
Therefore, an indicator of linkage between a training program and employers 
is the extent to which the environment in which training occurs communicates 
the policies, practices, and, expectation*] of the workplace. 



Tables 13 and 14 present data on one way that trainers try to induce 
more appropriate workplace behavior: dropping students for absenteeism, 'poor 
performance, or disruptive behavior. Eighty-nine percent of the public post- 
secondary schools and over half of public secondary, proprietary, and CBO 
organizations claim to drop students because of absenteeism. In these 
schools a certain number of tardy arrivals equals absenteeism. Except for 
public postsecondary institutions, it does not appear that one class of in- 
stitution is more likely than another to discipline students for absenteeism. 
Rather, differences in practice ,occur within "groups, A- classification of 
institutions by CETA funding and rion-CETA funding shows that-BO percent of 
the CETA-funded programs report having dropped students for absenteeism. 

TArtLE 13 

DROPPING STUDENTS FCR ABSENTEEISM 
-BY TYPE OF INSTITUTION 



Type of 
1 nst ftut Ion 


N 


Percent of Programs That 
Drop Students Because of 
Absentee Ism 


Percent 
Not Dropped 


Percent 
Don't Know 


Publ \c 
Secondary* 


8 


58* 


27* 


14< 


Publ Ic 

Postsecondary 


9 


892 


"Ik 

ot - 


11* 


Propr letary 


13 


5Q% 


33< 


8* 


CBOs 


10 


55%, 


33* 


11* 



* Public Secondary Includes Comprehensive High Schools 



DROPPING STUDENTS FCR ABSENTEEISM 
BY CETA-FUNDED AND NON-CETA- FUNDED PROGRAMS 



Fu nd I ng 
Source 


N 


Percent of Programs That 
Drop Students Because of 
Absentee Ism 


Percent 
Not Dropped 


Percent 
Don't Know 


CETA-funded 


10 


Q0% 


'10* ] 


10* 


. Non-CETA- funded 


30 


52% 


, 33* 


15* 



N = Number of occupational programs 

As with discipline tor absenteeism, postsecondary institutions appear to 
demand stricter adherence to both literacy requirements and the attitudinal 
requirements of the job (see table 14). Unlike the data in table 13, which 
deal with an institutional practice of enforcing attendance, data in table 14 
specifically deal with at the action of the instructor. Focusing on in- 
structor behavior, there is little difference between CETA-funded and non- 
CfcT£-f unded schools, 

O^ker major aspects of training are the length of time students spend in 
the program and the amount of emphasis that the institution places on basic- 
skill training. In this study, length of training time was viewed as a 
curriculum concern with implications f6r desired levels of competence, 
breadth of skill development, and requirements for entry-level performance. 



ro 



/ 



23 



/ 
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TABLE 14 , 

INSTRUCTOR RECOfflCND AT IONS TO DISCONTINUE TRAINING 
BY TYPE OF INSTITUTION 



Type of 
Institution 


N 


Percent of Programs 
Where Instructors 
. Cou 1 d Recommend 
Training Be Discontinued, 
for Trainees 


Reasons 1 for 
D Iscont Inuatlon 


Public 
Secondary 


8 


50* 

/ 


Absenteeism 

Poor attitude 

Dress and appearance 

Not able to handle the math - 


Publ Ic 

Post secondary 


, 8 


88* 


Low read 1 ng sk II Is 

'Absenteeism 

Do not have the 

requ Ired apt Itude 
Do not have positive attitude 


Propr letary 


12 


50* 


Lack bas Ic sk 1 1 Is 
Disruptive behavior 
Absenteeism ° 


CBOs 


8 

i 


63* 


Absenteeism 
Poor academic 
performance 
Not showing growth 
Do not have positive attitude 


Comprehens Ive 
High Schools 









N * Number of occupational programs 
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INSTRUCTOR RECOMMENDATIONS TO D I SCONTI NUE TRAINING 
BY CETA-FUNDED AND NON-C ETA- FUNDED PROGRAMS 



Funding 
Source 


N 


Percent of Programs 
Where Instructors 
Could Recommend 
Training Be Discontinued 
for Trainees 


Reasons for 
Discontinuation 


CET A- funded 


10 


60* 


Absenteeism (4) 

Disruptive behavior 

Do not have positive attitude 

Not showing growth 


Non-CETA- 
funded 


23 

i 


64* 


Dress and appearance 
Not able to handle math 
Low read Ing sk 1 1 Is. 
Absenteeism 

Poor academic performance 

Do not have positive attitude 



N = Number of occupational programs 
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As illustrated in table 15, there are differences both across types of in- 
stitutions and by funding source in regard to length of training time. By 
far, the longest training time occurs in public secondary schools. However, 
in -these schools, only half or less of the day is spent in vocational course- 
work. These programs provide a greater period of time for basic skills re- 
lated instruction. Instruction in basic skills is part of the curriculum fori ^ 
over 15 percent of the institutions in each classification. \f 

* TABLE 1 5 

* * \ TRAINING TIME: 

BY TYPE OF TRAIN I NQ INSTITUTION 



f '• ' 3 

Type of Institution 


B 

■ * N 


Training \jJ& lnl)|9eks^ T \ 


> ^ange 


.. WdJon\ 


Pub! Ic Secondary 


7 


' 26- 156^ 


> 72 - 


Publ Ic Postsecondary 


\L 8 


22-104 


29,5 


Propr letary 


13 


16-52 


•26 


CBOs 


11 


. 9- 72 . 


23 


Comprehensive High Schools 


3 

| 4 ■ i 


36- 40 


38 



N = Number of occupational programs 



TRAINING TIME 
BY CETA-RJNDED AND NON-CETA-FUNDED PROGRAMS 



Fund Ing Source 


N 


^Tra/lnlng Time In Weeks 


Range 


Median 


CETA- funded 


12 


9- 40 


23 


No n-CETA- funded 


29 


12-156 


36 



N * Number of occupational proqrams * 

The following series of excerpts from the on-site visits reflects the 
range of practices regarding length of training. 

Each class is in session for nine weeks. All work is done in a 
classroom setting with work stations equipped with IBM Selectric 
typewriters and transcription machines for each student. The 
program does not include activities where students work or 
train at an employer's office. Class time is spent both on 
basic skills, such as business math, and on typing speed and 
accuracy. 

• In a nine-month program, when students cannot keep up or achieve, 
they "drop down" to the level at which they can achieve. The 
range in skills taught includes typing at 60-80 words per minute, 
shorthand, and operating a PBX switchboard.. Word processing is 
also taught. 

• In today's market, persons entering the secretarial field want 
to earn more money. However * to earn more, workers need to 
move from entry level into more complicated jobs that involve 
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filing, billing, recordkeeping, and other skills* In line 
with this trend, the school has moved to a nine-month program 
with emphasis on diversification of skills* The graduate who 
can specialize in a set of skills can fit into the different 
job openings of the corporation and can demand higher pay* 

• Given the range of skill levels, personal habits, and attitudes 
possessed by the students who enter the Center, completion of 

a program, will take from one to two years* Included in the 
work for some students is coursework in budgeting, paying bills, 
, using checking accounts, and family and personal communciation. 
Counseling for family and personal problems of the student is 
also available* 

• Forsapproximately 50 percent of the students, entrance into the 
occupational curriculum follows a year of developmental or 
remedial coursework. For these students, training will take two 
years. 



TABLE 16 

BASIC SKILLS TRAINING 
BT TYPE OF INSTITUTION 



> 

Type of 1 nst Itut Ion 


N 


Percent Offering Basle Skills Training 


Pub 1 lc Secondary 


7 


100* 


Publ lc Postsecondary 


9 


89* 


Propr letary 


12 


83* 


CBOs 


9 


78* 


Comprehensive High Schools 


y 


100* 


N * Number of occupational 


programs 




BASK SKILLS TRAINING 
BY CETA- FUNDED AND NON-CETA- FUNDED PROGRAMS 


Funding Source 


N 


Percent Offering Basic Skills Training 


CETA- funded 


12 


75* 


Non-CETA- funded 


29 


86* 



N ■ Number of occupational programs 



How do the different types of institutions determine when a trainee is 
job-ready? Data related to that question are summarized in table 17* All 
training programs use a combination of the criteria in determining the job 
readiness of their students. The relative emphasis given different criteria 
varies* For example, 86 percent of public secondary school personnel take 
into consideration the trainer's judgement, while this judgement is used by 
only -13 perceixt of .public postsecondary school personnel* Completing a 
certain number of hours of training is least important in proprietary 
schools* 
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TABLE -*1 7 

f CR I TER I A TO DETERMINE IF TRAINEE IS J0B-RE4DY 
BY TYPE Of INSTITUTION 



Type of- 
1 nstltutlon 


N 




: — : i 

Percent 1 ndlcatlna — 


Complet Ion 
of X Hours 
of Training- 


Pass 1 ng 
Written 
Exam 


Pass Ing 
Practical 
Exam 


Judgement 
Made by 
Tra 1 ner 


Grades 
and/or 
Certificate 


Pub l Ic 
Secondary 


7 


43* 


431 


571 


86* 


43* 


Public 

Postsecondary 


8 


381 


63* 


38* 


13* 


38* 


Propr letary 


12 


. 1 7% 


581 


67* 


. 25* 


25* 


CBOs 


9 


441 


441 


56* 


44* 


11* 


Comprehens Ive 
High Schools 


3 


' 67* • 


67| 


67* 


100* 


100* 


N = Number of occupational programs 





TABLE 18 

CRITERIA TO DETERMINE IF TRAINEE IS JOB-READY 
BY CETA- FUNDED AND NON-CETA- FUNDED PROGRAMS 



Fund 1 ng 
Source 


N 


P€ 


>rcent Indicating — 


Complet Ion 
of X Hours 
of Training 


Pass tng 
Written 
Exam 


Pass Ing 
Practical 
Exam 


Judgement 
tode by 
Tra 1 ner 


Grades 
a nd/or 
Certificate 


CETA- funded 


12 


25* 


50* 


83* 


42* 


8* 


Non-CETA- 
funded 


24 


46* 


63* 


46* 


54* 


54* 



N * Number of occupational programs 



Both (job skills and work habits are essential for getting and keeping a 
job. However, the relative emphasis placed on these technical skills versus 
generalized work habits may vary according to the perception trainers hold 
regarding the needs of their students and the demands of employers In their 
community. The emphasis placed on one over the other has Implications for 
crlteri^used in selecting students, for the allocation of time in^the class- 
room, .and for standards used for determining job readiness. Tables 19 and 20 
present responses on whether trainers and placement persons believe that 
employers place greater emphasis on technical skills or on work habits. The 
category "both" was added to the analysis because, even though interviews 
presented a choice of one or the other, a significant number of respondents 
insisted that technical skills and irtfrk habits are equally necessary. Train- 
ers from two of the types of institutions that serve predominately older 
students (i.e., postsecondary scHools and CBOs) place greater emphasis on 
technical skills. Trainers in public secondary institutions stress work 
habits. 
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TABLE 19 

TRAINERS 1 AND PLACE^NT PERSONS* PERSPECTIVE 
ON EMPLOYERS' HIRING PRACTICES 
BY TYPE OF INSTITUTION 



Type of 
1 nstltutlon 


N° 


Percent of Programs Where 
Tra Iners 1 nd Icated-- 


N*> 


Percent of Programs Wher© 
. Placement Persons Indicated — 


Tech n leal 
Skills 


Work 
Habits 


Both 


Technical 
Sk II Is 


Work 
Habits 


Both 


Publ Ic 
Secondary 


7 


m 


71$ 


14$ 




25$ 


75$ 


Of 


Publ Ic 

Postsecondary 


9 


891 


11$ 


0$ 


7 


43$ 


14} 


43* 


Propr letary 


13 


31$ 


46$ 


15$ 


12 


33* 


42$ 


25$ 


CBOs 


8 


63$ 


13$ 


25$' 


10 


0% 


Of 


Of 


Comprehens Ive 
High Schools 


3 


33$ 


0$ 


67$ 


1 


hi 


Of 


100$ 



N ■ Number of occupational programs 

N° * Number of occupational programs where trainer data was reported 

N b ■ Number of occupational programs where placement person data was reported 



TABLE 20 

TRAINERS 1 AND PLACE h€NT PERSONS* PERSPECTIVE 
ON EMPLOYERS* HIRING PRACTICES 
BY CETA-FUNDED AND NON-CET A- FUNDED PROGRAMS 



Fund Ing 
Source 




Percent of Programs Where - 
Trainers Indicated— 


N^ 


_* Percent of Programs Where 
Placement Persons 1 nd Icated — 


Techn leal 
Sk II Is 


Work 
Habits 


Both 


Technical 
Skills 


Work 
Habits 


Both 


CETA-funded 


11 


36$ 


27$ 


36$ 


12 


25$ 


58$ 


17$ 


NorrCETA- 
funded 


29 


52$ 


34$^ 


14$ 


23 


22$ 


48$ 


3Q$ 



N ■ Number of occupational programs 

N a = Number of occupational programs where trainer data was reported 

N b - Number of occupational programs where placement person data was reported 

Placement staff for public secondary institutions seem to agree with the 
perceptions of their trainer colleagues in emphasizing work habit-s. 
Placement" staff from public postsecondary institutions hold a different view 
than trainers at the secondary level. An equal number of placement personnel 
Stress technical skills and a combination of technical skills and work 
habits. 

Trainers in CETA^funded programs equally stress technical skills (36 
percent) and both technical skills .and^ work habits (36 percent). But a 
higher percentage of placement staff (58 percent) think that work habits are 
most important. Over half of the trainers in non-CETA-f unded programs stress 
technical skills over work habits. However,* 48 percent of the placement 
staff of these institutions choose work habits and 30 percent select both. 
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Employment /Placement Linkages 

The ultimate goal of training is employment. However, the inves tment an 
institution makes in activities designed to place persons in jobs may vary 
with the philosophy of the institution and the place the organization main- 
tains within the overall training delivery system. This section presents a 
/variety of practices through which employers can communicate their hiring 
needs and practices, and through which graduates can arrange for interviews 
With employers in the community. 

Activities designed to motivate trainees to get jobs and to teach them 
job-seeking skills are ways that institutions assist trainees to move into 
employment. This preparation can be integrated into the daily classroom in- 
struction, can be presented as a separate and intense experience, or can be 
some combination of the two. As presented in table 21, 100 percent of the 
proprietary schools and CBOs integrate instruction in job search into the 
occupational coursework. -Twenty-five percent of the public secondary and 55 
percent of the public postsecondary schools that offer job-seeking training 
do so as a separate activity headed by a counselor or placement specialist. 
Whether skills are presented as a separate activity or a part of the class- 
room activities, resume writing is taught in all but a portion of the public 
secondary vocational schools. Interview training is the next most common 
activity. However, fewer schools utilize mock interviewing and videotaped 
interviewing as *an .instructional method. Having students contact employers 
is most commonly practiced by the comprehensive high schools and public post- 
secondary schools in the sample. In all of the schools where students do 
contact employers, some combination of personal and telephone contact work ^Ls 
used • 



TABLE 21 

CLASSES TO KXTI VATE TRAINEES TO OET A JOB 
BY TYPE Of JNSTITUTICN 



Typ^of 
1 ri*t Itut Ion 


N« 


Parcant of 
Program* 
Whar* 
Activities Ara 
1 ntagratad 


N*> 


Parcant of Programs that Usa Act lv It las of: 


Rat us* 

/ Writing 


training to 
1 ntarv law 


Usa tbcfc 
1 ntarv laws 


Usa Vldao- 
taplng 


Contacting tm 


jloyars: 


Yas 


In 
Parson 


On 
Phons 


Putol Ic 
SaconOary 


8 


751 


6 


63$ 


100$ 


63$ 


33$ • 


50$ 


63$ 


33$ 


Putol Ic 

Postsacondary 


11 


55$ 


6 


1001 


100$ 


63$ 


33$ 


63$ 


63$ 


100$ 


Propr latary 


10 


100$ 


10 


1001 


75$ 


50$ 


33$ 


56$ 


63$ 


75$ 


CBOs 


6 


1001 


6 


1001 


B3$ 


67$ 


33$ 


50$ 


67$ 


67$ 


Comprahans Iva 

High Schoolt 


3 


331 


3 


100* 


100$ 


100$ 


0$ 


100$ 


100$ 


100$ 



• Forty programs hsva classas to motlvata stuoants to gat • job. 



b For thlrty-ona programs tha act lv It las arm Intagratad Into tha curriculum. 
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TABLE 22 



CLASSES TO MOTIVATE TRAINEES TO GET A JOB 
BY CET A- FUNDED AM) NON-CET A- FUNDED PROGRAMS 



Funding 
Score* 




Percent of 
Program 
Khare 
ActlvltlM Are 
Integrated 




Percent of Proorm that Uae ActlvltlM of: 


Res uae) 

Writing 


Training to 
Interview 


Uae Mock 
1 rrter v lava 


Uaa Video- 
taping 


Contacting Employers? 


Yes 


In 
Per ton 


On 
Phona 


CETA- funded 


42 


751 


6 


Ml 


'751 


75$ 


Ml 


631 


. 751 


751 


Non-CETAr 
fundfKj 


28 


661 


29 


961 


W| 


601 


321 


561 


Ml 


641 



* Forty prograaa hava clasaaa to notlvrt* atudantt to gat a Job. 

b For thlrtyona progrm tha activities ara Intagratad Into tha currlculua. 



Another way that trainees obtain contact with employers is when em- 
ployers visit classrooms. Table 23 presents the percentage of the clerical 
programs that employers visited over the past years, as well as the number of 
employers who visited each program. Table 24 presents the same information 
for CETA-funded and non-CETA-f unded institutions. In this sample, employer 
visits are most common in CBOs (86 percent) and comprehensive high schools 
(100 percent). Ninety-one percent of CETA-funded classes had employer 
visits whereas 67 percent of non-CETA classes had employer visits. When 
asked why employers would visit community or CETA programs, the most common 
answer was, "to check the place out, see what kind of equipment we have, or 
see what the classes are 'like." In all types of institutions, employers 
often visit to add some realism to the classrpom by teaching interviewing, 
communication skills, or other work-related skills. One value of this form 
of linkage is in creating a favorable impression of the program with employ- 
ers. At the same time, program staff have the opportunity to acquire infor- 
mation about changes in tne Job market. 
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EMPLOYERS' VISITS TO TRAINING CLASSES DURING LAST YEAR 
BY TYPE OF INSTITUTION 



t 

Type of 1 nst Itut Ion 


N 


Percent of Programs 

Where Employers 
V Is It Training Class 


Of the Programs 
Where Employers Visit, 
the Number of 
Employers Who Visit 


Range 


M&dlan 


Publ Ic Secondary 


5 


60% 


7-15 


9 


Publ Ic Postsecondary 


5 


60% 


2- 6 


4 


Propr letary 


12 


61% 


1-25 


9.5 


CBOs 


7 


86* 


2-25 


3.5 


Comprehensive High Schools 


3 


100$ 


1- 5 


3.5 



N • Number of occupational programs 



TABLE 24 



EMPLOYERS' VISITS TO TRAINING CLASSES DURING LAST YEAR 
BY CETA- FUNDED AND NON-C ETA- FUNDED PROGRAMS 









Of the Programs 
Where Employers Visit, 

the Number of 
Employers Who V Is It 


Funding Source 


N 


Percent of Programs 

Where Employers 
Visit Training Class 


Range 


Median 


CLTA-fundea 


11 


91 J 


2-52 


7.5 


Non-CETA- funded 


24 


67* " 


1-25 


6,5 



\ -Number of occupational proorams 



Another means oi learning about employer expectations and how well a 
training program enables graduates to meet those expectations is through 
training staff visits to graduates on the job. Table 25 shows the percent of 
programs in which the trainers visit graduates as well as the percent of .pro- 
grams in which placement staff vi«it graduates. Placement staff form the 
predominant link to graduates on the job for CBOs (70 percent), for public 
secondary institutions (60 percent), and for comprehensive high schools (100 
percent). In contrast, 62 percent of the trainers in public pos tsecondary 
schools visit former students on the job. t 

TABLE 25 

INSTRUCTOR AND PLACED NT PERSON CONTACT WITH GRADUATES 
BY TYPE OF INSTITUTION 



Type of 
1 nst Itut Ion 


N 


Percent of Programs 
Where Trainers Visit Graduates 


Percent of Programs 
Where Placement Staff 
V 1$ It Graduates 


Publ Ic 
Secondary 


1 — r 

5 


20J 


60* 


Publ Ic 

Pos tsecondary 


9 


62* 


33* 


Propr letary 


13 


31* 


38* 


CBOs 


10 


20* " 


70* 


Comprehens Ive 
H Igh Schools 


' 3 


33* 


100* 



N ■ Number of occupational programs 



Through on-site interviewing, project staff acquired some insight into 
what may seem to be duplication, where both trainers and placement staff 
visit employers. The first observation is that in most programs, the in- 
structor plays a major placement function. Secondly, each of these person^ 
visits with a somewhat different purpose. Instructors visit to assess the 
stale of the art of the workplace in order to keep instruction up to date. 
Placement personnel visit to make sure the employer is satisfied, and in that 
way verify what matching process is used for putting graduates into jobs. 
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Table 26 presents the percent of programs/ grouped by CETA-f unded and 
non-CETA^f unded, taught by trainers who visit employers, as well as the ideas 
for instruction that resulted from those visits. The table also displays the 
same information tor placement personnel* 



TABLE 26 

INSTRUCTOR AM) PLACE ICtfT PERSON CONTACT WITH EMPLOYERS 
BY CET A- FUNDED AND NON-CCTA FUNDED PROGRAMS 



Funding 
Sou re* 


N 


Parcant of Program 
Whara Tralnars 
V It It Eaployart 


Idaat That Rasultad 


Par cant of Program 
Whara Placaaant 
Parsons Visit 
Gr sou a tat /Eap 1 oyar s 


toosat That Rasultad 


CETA- 
fundad 


12 


351 


-morm aaphat it on typing 
-taach phona tachnlquat 
-taach word procasslng 


631 


-naad CRT opart tort ooursa 
-aaphatlza Job skills 
-thsrpar tcraanlng 


Non-CETA- 
fundad 


26 


361 


-ttrass sttandanca 
-add word precast Ing 
-add post-gradoatas to 
advisory board 


431 


-laprova attandanoa 



N • Nuafcar of occupational prograas 



In both the CEtA-funded and no n-CETA-f unded programs, approximately 
one-third of the instructors visit employers. However, 83 percent of CETA- 
f unded placement personnel — as compared to A3 percent of non-CETA placement 
personnel — visit employers. Interestingly, instructors from CETA-f unded 
programs determine from these visits whether their programs need greater 
emphasis on the technical skills. Instructors from non-CETA programs ob- 
serve whether there is the need to stress attendance as part of instruction. 
Differences in perceived need may result from the great emphasis given 
attendance and related work habits in CETA programs and the longer training, 
time found in many non-CETA programs. CETA graduates may therefore receive 
specific instruction in work habits but may have less time to develop tech-* 
nical competence. Depending on the orientation of the instructor, a non-CETA 
student may not study in an environment in which there are penalties* for , 
absenteeism, tardiness, or improper dress. 



Correlation between Indicators of Linkage and Program Characteristics . 

This section reports on the hypothesis that training programs run by 
institutions or taught by staff that are in close communication with local 
private employers are different from training programs that are less closely 
linked to local employers. This hypothesis was tested by constructing a 
linkage score at both the institutional level and program level, and then 
correlating these scores with various characteristics of the program. 

The linkage score assigned to the institution represents a composite of: 
(1) the number of hours spent talking to employers; (2) whether the institu- - 
tion has an^dvisory committee, subcommittees, and occupational committees; 
(J) the number of hours per month devoted to advisory committee meetings; 
(A) the percentage of the advisory committees that are employers; and 
(5) whether the executive director has related prior private 'sector work a 
experience. Some of the institutions (the PICs and the CETA prime sponsors*) 
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studied do not run training programs themselves; they opntract with ven- 
dors — schools, colleges, and CBOs — to provide the trailing. Consequently, 
the sample of institutions were divided into two caregofiies: funding 
.agencies and vendors. ^ 

Program lijikage scores consist of values that reflect: (1) whether the 
trainer, placement person, and t intake person each has prior private sector 
experience; (2) whether employers visit the training program; (3) whether the 
instructors visit graduates on the job; and (4) whether th|e placement persons 
visit graduates on the job. ^ \ 

Table 2/ presents the correlation among the linkage scares for the fund- 
ing agency, the vendor, and the program linkage scores. TH<* significant 
positive correlation between the linkage, indexes for the funding agency and 
vendor suggests that highly linked PICs and prime sponsors select as vendors 
institutions that are also, liriked with employers. That there is no relation- 
ship between l^cage occurring at an institutional level and at the program 
level indicates that these levels may function independently. Therefore, , 
extensive institutional work with advisory committees may not necessarily 
affect the way a program links with employers. Similarly, a classroom 
tra/ning program may be closely aligned with community employers and function 
within an institution that has ^little "formal or informal relationship with 
employers* 

TAHLl. 11 

CORRELATION OF FUNDING AGENCY 
PROGRAM LINKAGE SCORES 





Tund 1 ng Agency 


Vendor 
Linkage 


Program 
L Infcape 


Vendor L 1 nkaqo 


10 






Program L 1 nkage 


0.12 
0.69 
14 


0. 14 
0.39 , 
40 




Worksite Experience 


0.24 
0.41 
14 


0.06 
0.72 
37 

— — 


0.17 
.30 
41 



The first number In any cell Is the correlation coefficient, and the second Is the probability. 
This correlation Is not different from zero. The third number Is the number of observations 
upon which the correlations are based. 
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The linkage survey asked several questions about specific ways in which 
employers contribute to training programs. Table 28 shows the correlations 
of linkage at the institutional level (vendor linkage) and linkage at the 
program level, as well as five rather common ways in which employers influ- 
ence the content and process of what is being taught. Overall, there appears 
to be no correlation of vendor or program linkage and the specific contribu- 
tions used in the interview. Two exceptions are the significant positive 
correlations between vendor linkage and the donation of hardware (r » .33), 
and between program linkage and the provision cjjf training materials. 



3a 



* TABLE 28 



CORRELATION OF INSTITUTIONAL AND PROGRAM 
LINKAGE TO VWIOUS Ef^LOYER 
CONTRIBUTIONS TO THE TRAINING PROGRAM J 

\> - • ■ 





Vendor 


Program 




l i nk age 


L Ink age 


Participation In 


- 0.26 


0.08 


Curriculum 


0« 1 3 * 


0.63 


Des Ign 


34 


38 


Donate Hardware 


0.35 


0.26 




0.07 


0.15 




28 


32 


Prov Ide Trel nl ng 


- 0.10 


0.33 


feterlels 


0.62 


0.06 




28 


32 


Recommend Occupational 


0.13 


0.06 


Curr leu 1 urn 


0.52 


.75 




27 


31 


Recommend Flrm- 


0.12 


0.25 


speclflc Curriculum 


0.54 


0.17 




27 


31 



Buying equipment is a responsibility of the* institution, not of program 
personnel. It would seem that executive directors who are well linked with 
the private sector use their connections to get free equipment, but that 
their contacts have very little to do with the content of the curriculum. 

Activities designed to teach and motivate trainees to get jobs are an 
important part of many training programs. Table 29 shows correlations 
between linkages both at the institutional and at the program level and four 
prvffctices used in Job search. 



BLE 29 



CORRELATION OF VENOfiR AND PR 
TO HKtPARt TRAINEES FOR 




NKAGE TO fCTHGDS USED 
RETAINING JOBS 



Program 
L Ink age 



tock 

I nterv lew* v > 



0.36 
0.04 
33 



V Ideotape 



0.25 
0.16 
33 



Contact Employers 



0.12 
0.50 
32 



0.50 
0.00 
33 



Drop for 
Absentee Ism 



0.02 
0.92 
35 



0.44 

0.01 
38 
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Since one machine can be shared by a variety oi: training programs, the 
decision to purchase a videotape machine is typically made by the institu- 
tion's executive director, not by the teachers of individual occupational 
specialities. As a result, th^/use of videotapes is significantly positively 
correlated (r = .40) with vendor linkage. The other aspects of job search 
training are more under the control of program staff. This probably explains 
why program linkage is significantly correlated with the using mock >inter- ; 
views, having trainees contact employers, and dropping trainees for absentee- 
ism. " * . » 

* ••...■/ 

Significant components of a training program are the admissions process 
and criteria. How applicants are assessed and how rigidly schools adhere to 
screening criteria determine what proficiencies an applicant must demonstrate 
and therefore what groups of persons (i.e., high school dropouts and so 
forth) may be eligible. It is important to know, therefore, how linkages 
with employers "influence screening criteria (and hence determine who has 
access to training), and. how much time is required to bring an individual up 
to a desired level of, performance. \ 

Table 30 presents- the correlations of vendor linkage and program linkage 
to the use of standardized tests, customized tests,' and interviewing for 
ranking applicants in the selection process. This data suggests that the 
more tightly linked the schools is to employers'/ the less likely the school is 
to us$ standardized tests and the more likely it is to use interview as a 
selection device. Since selection and assignment of students is an insti- , 
tutional function, it is not surprising that it is linkage at this institu- 
tional level t+fat; seems to have an impact on.hotf training institutions screen 
applicants *f or training. « 

[ TABLE 30 ' ^ 



CORRELATION OF VENDOR WD PROGRAM LINKAGE 
t u TO EMISSIONS CRITERIA 



i 





Vendor" 


Program 




L Ink eg© 


L Infcage 


Standard Ized 


V 

- 0.35 


0.01 


Tests 


0.09 


0.96 




25 


29 


Custom Tests 


- O.U 


0.10 






0.60 




25 


29 


Interview to 


0.41 


0.20 


Rate Appl leant 


0.04 


,0.30 




/ 25 


29 



The effect of employer involvement in the design and evaluation of 
training programs and the nature of job search training is examined in table 
31. There is a significant positive correlation between employers, making 
general curricular recommendations and the program practice of teaching 
resume writing and of conducting mock interviews. There is a similar* cor- 
relation between employer, evaluation of programs and the teaching of . £esufae 
writing and conducting of mock interviews. 
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\ TABLE 31 • . j 

CORRELATION OF EMPLOYER PARTICIPATION IN CURRICULUM 
PLANNING AND PROGRAM JOB SEARCH PRACTICES . 





Recomme nd 4 
Occupat lona 1 
Curriculum 


r — ; 5 — 

Recommend / 
Flrirrspeclf Ic T 
•Curriculum 


* ; 

. Evaluate 
Programs 


Resume Wr Itlng 


'0.45 
0.09", 
15 


0.27 

0*33 - * 
• 15 


■• 0.47 
0.08 
15 


Train to Interview 


0.21 
0.46 
15 


0.08 
0,78 
15 


0.37 
0.16 
15 


Mock 1 nter v lew 

: : — : : 


0.45 
0.09 

"15 


0.27 

0.33 ■", 
15 


0.47 
0.08 
15 



Continuing employer complaints that workers cannot read and compute 
adequately to perform productively, and the increasing frustration of in- 
structors over poor literacy skills, make literacy a major issue in the 
employability of youth, T^ble 32 s shows correlation^ between the practice of, 
teaching reading and math as part oi^ coursework and; various indicators of 
linkage and employer participation in the design of a training prograp. 



TABLE 32 



CORRELATION OF LINKAGE AND INCLUDING 
BASIC SKILLS JNSTRUCTI0N IN THE CURRICULUM 





Vendor 
L Ink age 


Program 
L Ink age 


- Employer Participation 




Recommend 
Occupational ■ 
Curriculum 


Recommend 
Firm-spec If Ic 
Curriculum 


Evaluate 
Programs 


Include Instruction 


0.28 


0.20 


0.45 




0.28 


0.38 


In Reading and Math 


' 0.09 


0.20 


0.01 




0.13 


0.04 




38 


— 'JU- 


31 




31 


31 
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A pattern similar to the one noted for job search training appears ' for 
basic skills instruction* Generalized employer involvement in occupational 
curriculum planning as well as with program evaluation is significantly 
correlated with basic skills instruction. There is also & positive and 
significant (p < .10) correlation between vendor linkage and basic skills 
instruction. There is a positive correlation between employer involvement 
in firm-specif id curriculum and instruction in basic skills, but it is not 
statistically significant. 



\ 



12 



ERIC 



42 



1 



: CHAPTER IV 

EMPLOYER INTERVIEWS 

'Linkage has been discussed. as it is viewed by professional staff of 
institution that have as x a part of their mission preparing persons for 
employment. This chapter presents responses from forty employers to inter- 
view questions that parallel those asked in the institutional interviews. 
In addition, data obtained from employers who are not a part of the original 
sample, but who are interested in establishing linkages with training insti- 
tutions, are included. 

Interviews of Advisory Committee Members 

t- 

As part of the institutional surveys, institutional staff members were 
asked to identify members of the schools' advisory committees- as well as the 
occupational programs. The original pla^ was that these persons would then 
be interviewed. Most respondents, however, we»e very hesitant to provide 
these names and requested that a letter be sent to the schools indicating the 
purpose of the interview; schools would then recommend employers. 

This procedure was followed, with the addition of sending letters to 
employers themselves prior to the interview. A total of forty interviews ; 
were conducted. Table 33 shows the characteristics of the advisory committee 
members sample by type of institution advised, type of advisor's company and 
size of company. This is a, biased sample in that it includes persons whom 
school staff see as cooperative, approachable, and perhaps supportive of 
their institution. 



TABLE 33 

DESCRIPTION OF SANPLE ENPLOYER SURVEY 



Type of 
1 ndustry 


Number 


Size of 
Company 


Number 


1 nst Itut fonal 
Relationship 


Number 


Put>l Ic 
Acjenc les 


3 


1-100 


9 


Pr Ime Sponsor 


3 


» Manufacfur Ing 


17 


101-1000 


5 


PIC 


7 


Bank 1 ng, \ T, 
insurance, Sales 


12 


1001-5000 


13 


* 

Postsecondary 


12 


Publ Ic 
Utll itles 


8 


over 5000 


12 , 


Secondary 
Voc-Ed 


10 


Chemical and Oil 








CB0 


. 3 










Propr letary 


2 










Comprehens Ive 
High School 


3 


TOTAL 


40 




40 




40 



13 



Another aspect of the data that should be kept in mind is that the 
employers interviewed may currently serve or have had previous experience 
with a variety of training institutions. Research Staff members found that 
while individuals had been recommended because of 'their association with an 
institution in the linkage sample, many employers answered questions from the 
perspective of overall experience of working ^with -schools in getieral. 

Interview Protocol' 

A telephone interview lasting approximately twenty minutes was the 
method used to obtain employer data. (The interview protocol appears as in 
the separate document In the Technical Appendices,) T-he interview was 
structured with three purposes in mind. The first was to determine what 
employers perceive as the nature of their primary involvement with training 
insti tutions, and in what ways that involvement occurs. Open-ended questions 
were used to elicit this response. Second, employers were specif ically asked 
whether they participate in the specific admissions, curriculum development, 
and placement activities enumerated in the institutional survey. This 
information provides* an employers' enumeration of' these activities. Third, 
employers were asked to describe ways in which they believe linkages with 
training institutions can be improved and in what aspect of the training 
program their involvement is most critical. 

V '.I * 

Table 33 shows the distribution of employers by type of industry, size 
of company, and type of institution with which they are associated. As shown 
in this table, the majority of the employers in the sample are from manufac- 
turing i/idustries, followed by a cluster entitled banking, insurance, and 
sales. The last three are grouped together because they represent inter-^ 
action with the public, and high concentration of clerical skills. Approxi- 
mately one-third of the total sample is companies- with between one thousand 
and five thousand employees, and one-third is companies with over five 
thousand employees. It would appear that fcom this sample, larger corpora- 
tions are better able to provide staff for advisory committees or are more 
visible in the community and, therefore, are thought of and requested more 
often. However, since there are nine employers from companies of less than 
one hundred employees, it is clear that smaller businesses are also involved 
with training institutions. The following pages present employer answers to 
the questions asked about how emp&'oyers link to schools, and about the rela- 
tive importance given different practices in training decisions relating to 
institutional planning, training, and employment/placement. Even though an 
effective training program is assumed to be the product of coordination of 
institutional policies, course development, delivery, and placement, most " 
employers talk about training in terms of classroom occupational instruction. 
The dichotomization appears to have little meaning for many employers who 
talk in terms of occupational competencies and methods of training. 



Data 

Table 34 shows the total responses to the question of how difficult it 
is to find reliable skilled workers at reasonable wages and how important 
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vocational training is for hiring decisions. About one-third of the em- 
ployers have difficulty finding workers, one-third fall in the middle, and a 
little less than a third seem to have no difficulty finding workers. Twenty- 
four Of forty employers (60 percent) view vocational education as important 
in their, hiring decisions, 

TABLE 34 

PERSPECTIVE ON HIRING SKILLED WORKERS 



Dlff Icult to 




Importance of 




Find Workers 




Vocat lona 1 Tra I n tag 




Very difficult 


7 


Important 


24 


Somewhat dlff Icult 


9 . . 


Important, but not required 


13 


Not easy 




Not Important 


3 


Easy 


7 






Don't know 


2 







Several characteristics of institutions and program policy have impli- 
cations for what training can be done, and must be done, in the classroom in 
order to prepare trainees to be competent on the job. It might be expected 
that effective linkages between employers and training institutions would be 
comprehensive — and would systematically contribute to decisions about appro- 
priate admission requirements, practices, support services, instructional 
methods, and finally, placement. Interviews with institutional personnel, 
however, gave the distinct impressidn that employers are not involved in this 
comprehensive manner with training institutions. Rather, different employers 
are called upon to provide advice on the selection of occupations for train- 
ing* on curriculum, and on placement. Certainly individuals with different 
capacities within business and industry may need to be closely involved with 
each of these functional areas. However, this disjointed approach may weaken 
employer contributions to the overall policy directives within which programs 
must operate. 

Tables 35 through 38 display the percentages of employers interviewed • 
who indicated that their companies did participate in a specific linkage 
function (i.e., institutional planning , training, or placement/employment), 
and in what ways. The responses are also/grouped by categories of Industry: 
manufacturing; banking, insurance and sales; public utilities, chemical and 
petroleum; and public agencies. - These tgroups were created byreviewing the 
industries represented and clustering them by similarity in type of .work J 
.performed. In the total sample there were seventeen manufacturing companies; 
thirteen banking, insurance, or sales; eight public utilities, chemical, or 
petroleum and three public agencies. jl 

r Institutional Planning 

The first function employers commented on was institutional planning or 
pretraining planning. This function includes establishing criteria for 
selecting personnel, establishing criteria for admissions and selecting 
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students, and determining program offerings. The decisions made in this area 
have implications for the type of training possible, ultimate competency 
levels, and overall training eitvironiuent of the students. / 



Institutional, Pre-training Planning 

Table 35 shows the percentage of employers who do contribute to deci- 
sions of an institutional, pre-training nature, what their primary form of 
involvement is, and what means are used to communicate employer opinions. 

TABLE 33 



PERCENT OF EMPLOYERS PARTICIPATING IN INSTITUTIONAL 
PL ANN I NG/PRETR A I NJ NO ACTIVITIES 



Pr Imary 

1 rrvol vtflwnt 


* Typa of Industry 


Itnufactur Ing 

(n • 17) 


Banking, 
Insurance, 
Salaa 

(n - 12) 


Public UtllltlM, 
Chan leal. Patrol, 
(n ■ 6) 


Public 
Aganclaa 
(n ■ 3) 


Total 
(n ■ 40) 


O Itar !■ for 
hiring parsonnal 


6$ 


61 






3$ 


Criteria for 

sa (acting studanta 


18* 


17$ 


23$ t 


33$ 


20$ 


Scraanlng of 
parsonnsl 


6$ 


23$ 






13$ 


Scraan Ing of ttudant 
appl leaf lorn 


121 


6$ 






6$ 


Exchanga of 
profass tonal staff 


6$ 


17$ 






8$ 


Qatar* 1 nation of 
program of tarings 




42$ 


n 23$ 


33$ 


38$ 


Othar 


. LCI 


23f 


25$ 




81 


Pons of* 
1 nvol vaaant 

Advisory ooamlttaa 


391 


30$ 


30$ 


33$ 


30$ 


Parsonal 
ralat lonahlp 


6$ 


17$ 






2$ 


Formal agraanants 






13$ 




2$ 


Profass lonal 
asat Ings 










0$ 


Othar 


18$ 


17$ 


17$ 




13$ 



, Across nil types ot" industries, advising on program offerings is The 
most often used means of participating in institutional planning. A small 
percentage of alt types of employers suggest criteria for selecting stu- 
dents. Employers from manufacturing and fCom banking, insurance, and sales 
appear to be involved in a brdader range of Activities than employers from 
the public utility, chemical, and petroleum, or the public agency categories. 
Advisory committees are the most commonly used means of communicating 
information. Other forms mentioned several times are making executive loans 
and having industry persons instruct classes held in training institutions. 
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Table 36 shows what' percent of employers indicated that their company is 
involved in the specific activities listed. 

TABLE 36 . 

PERCENT OF EMPLOYERS INDICATING INVOLVEMENT 
IN SELECTED PLANNING ACTIVITIES 





Percent Answering Yes 


Menufectur Ing 
(n ■ 17) 


Bonk Ing, 
1 nsuronce, 

Sales 
(n ■ 12) 


Publ Ic Utll Itles, 
Chemical , Petrol . 
(n ■ 8) 


Publ Ic 
Agenc les 
(n - 3) 


Total 
(n -40) 


Suggest criteria 
for hiring personnel 
for training 
Inst Itutlons 


41* 


58* 


13* 




' 38* 


Suggest criteria 

to selecting students 

for training 


47* 


58* 


50* 


33* - 


50$ 


Assist Tn Interviewing 
or otherwise screening 
school personnel 


18* 


17* 


13* 




15$ 


Assist In Interviewing 
or otherwise screening 
appl Icants* for 
tra Inlng 


41* 


25* 


13* 




15* 


Hold exchange progress 
fpr professional staff 






■ 1 m 






Determine occupations 
for training 


29* 


42* 


50* 




35$ 



Forty-one percent of employers from manufacturing and 5b percent from 
banking, insurance, and sales advise institutions regarding criteria for 
hiring training personnel". Similarly, 47 percent of manufacturers and 58 
percent of bankers et al. make recommendations on criteria for selecting 
trainees. Changes in equipment and skills required in those industries would 
seem to require personnel and trainees who have somewhat different or addi- 
tional competencies * than previously 'necessary- Hence, there is industry * 
involvement in establishing selection criteria. Fifty percent of the employ- 
ers from the public utilities, chemical, and petroleum industries recommend 
criteria for selecting trainees. Their involvement may also reflect the 
importance of communicating changes needed in personnel within the industry. 
Fifty percent of the employers from public utilities, chemical, and petroleum 
industries also participate in determining occupational areas for training. 
This involvement may reflect new and emerging occupations within these 
industries and the need to communicate them to schools. 



Training 

The second major planning area is occupational training itself. This 
involves determining the specific skills to be taught, how they can best be 
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taught, and what standards -wil 1 be applied to assess competence. Table 37 
shows the primary contribution employers make to the training curriculum. 
Fifty percent of all employers recommend curriculum to meet company stan- 
dards and AO percent donate hardware. Advisory boards dominate as the major 
.means of communication. 



TAUf *7 

°RIMRY rOKM 01 LfPLOYFU -PARTICIPATION 
IN CURRICULUM PLANNING 



Pr Imary 
1 nvo 1 vBfne nt 


Type of 1 ndustry 


Monufactur Ing 
(n * 17) 


Hankjng, 
1 nsurance, 
Sales 
(n - 12) 


Publ Ic Utll It les, 
Chemical, Petrol, 
(n ■ 8) 


Publ Ic 
Agenc les 
(n ■ 3) 


Total 
(n - 40) 


Donate hardware 


35* 


17* 


100* 




40* 


Donate 

training materials 


41* 


17* 


38* 




30; 


Recommend curriculum 
for 1 Icens Ing 


' 35* 


- 17* 


13* 




25* 


Evaluate curriculum 




42* ' 


13* 




35* 


Recommend curriculum 
to meet company 
standards 


, 59* 


15* 


50* 




50* 


Other 












Form of 
1 nvol vement 

Advisory committee 


76* 


4 7* 


63* 




55* 


Personal 
relat lonsh Ip 


18* 


17* 


38* 




23* 


Formal agreements 


6* 


8* 


13* 


33* 


8* . 


Profess lonal 
mo^t 1 nus 


6* 


fl* 


13* • 




8* 


t 't hnr 




8* 


13* 


f 

33* 


13* 



Ln addition to" the primary commitment to the training curriculum*, 60 
percent ot the manufacturing industries and 30 percent of the banking and 
insurance sales and the public utilities, chemical, and petroleum industries 
recommend curriculum changes needed to increase the likelihood that graduates 
will be hired by their companies. A much smaller percentage of manufacturing 
employees (29 percent) actually evaluate the training curriculum. Curriculum 
as used in this study encompasses all materials, equipment, procedures and 
enviroments that have implications for the training. 



Placement /Employment 

One test of the effectiveness of employer linkages to training occurs 
when trainees seek employment. The linkage study shows that the place- 
ment/employment function is yet another related — but often separate — area 
where employers participate in , the delivery of training support services. 
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The individuals and the companies that become Involved at "this point are 
often, different from those involved at the institutional level and at the % 
program level. Exceptions to this pattern occur where employers have A 
commitment to hire graduates from a training program. Where this commitment, 
is present, an employer is more likely to be involved in all three functional 
areas* 

Table 38 indicates how employers communicate their employment needs *to 
training institutions. With the exception of public agencies, only about 
half of the employers notify schools of openings. This suggests that many 
employers use other sources to obtain workers. It also indicates that 
schools must initiate contact and identify job openings if their graduate? 
are to compete successfully. Advisory committees are again the most commonly 
used means of communicating employment 1 needs. Personal relationships among 
staff across institutions are also an often used means of communication. 



TABU 38 



PRIMARY INVOLVENENT OF EMPLOYERS IN 
PLACEMiNT/ENPLOYMiNT ACTIVITIES 



Pr imary 
1 nvol vement 


Type of 1 ndustry 


Manu factur Ing 
(n - 17) 


Bank lng # 
1 nsurance, 
Sa 1 es 
(n ■ 12) 


Pub! Ic Utll Itles, 
Chemical # Petrol . 
(n - 8) 


Publ Ic 
Agenc les 
(n ■ 3) 


Jotal 
(n - 40) 


Not 1 f y school 
of opening 


65* 


42* 


50* 


100* 


58* 


Send job orders 


29* 


8* 


38* 


oi 


23* 


Teach Interviewing 
techn Iques 


29* 


25* 


25* 


33* 


65J 


Other 




. 8* 


0* 




6* 


Form of 
1 nvo 1 vement 


53*. 


29* * 


38* 


0* 


43* 


Advisory committee 


Personal 
relatlonsh Ip 


35* 


12* 


25J 


33* 


23J 


Formal agreements 


6* 


0* ' 


13* 


0* 


5J 


Profess lonal 
meet 1 ngs 


6* 


0* 


13* 


0* 


5* 


Other 


6* 


0* 


13* 


0* 
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Improving Linkage 

In addition to questions regarding patterns of linkage with training 
institutions, the employer survey included three items that solicited the 
employer's opinion regarding — 

1. what their firm could do to improve its working relationship 
with training institutions; 

* 




2. which of the three functional areas ( pre-t raining planning, 
training, and employment/ placement) they consider most 
important tor improving the employment prospects of hard- 
to-employ youths; 

3. importance of technical skills versus work attitudes in 
hiring decisions. 

There was a wide range of responses to the question of how respondents' 
firms can improve the way they work with training institutions. Placing more 
staff on advisory committees was the most prevalent category of response. 
Many of the interviewees were personnel officers and think that production 
supervisbrs and top-level managers will also benefit by serving on advisory 
commit^ee^. The second most frequent response was to give suggestions about 
-communication methods apart from advisory committees. Suggestions included 
mutual tours, exchanges of staff, and inservice training for teachers about 
business and industry processes. Wider use of cooperative education programs 
was also suggested. Several interviewees pointed out barriers in\prking 
with training institutions. Some of these included lack of time, lack of 
budget, and lack of awareness on the part of some managers of how working 
with training institutions could benefit the company. 

Thirty-five respondents' answered the question about the importance of / 
the three functional areas. Nineteen feel that pretraining planning is most 
critical, and sixteen believe training is most critical. No respondents aije 
of the opinion that employment/placement is the most critical functional / 
area. Those feeling that pretraining planning is most important generally 
explained their choice by pointing out that students are not always matched 
with programs in the best manner, and that a school's array of program offer- 
ings determines how fruitful it might be for any gjlven firm to work with/that 
institution. Employers who believe training is most critical feel that cur- 
riculum and actual skills determine employability . 

Of twenty-nine respondents, sixteen think that work attitudes are fliore 
important, than technical skills in the hiring decision for a young appli- 
cant. Reasons for this choice are generally variations on the idea that 
skills can he taught on the job while attitudes determine the long-range 
worth of an employee. Only three respondents think that technical skills are 
more important, and all three are involved with hiring for more technical 
occupations. The remaining ten employers say that they consider attitudes 
and technical skills equally in all hiring decisions. 

Linkage as Viewed by gostsecondary 
Schools and Employers 

Much has been said, about the fact that there should be close cooreffna- 
nation and cooperation between the school system and the business sector in a 
community. Patterns of linkage have been discussed extensively and the re- 
lationship, of linkage practices to aspects of programs and policy have been 

\ 
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identified- Educators and businessmen are continually urged to establish 
working relationships and to cooperate in establishing and reviewing training 
needs and programs- Very little has been said, however, about the results of 
such coordinating efforts on the programs and businesses involved. 

To secure some insight into what Outcomes might be anticipated from 
conscious coordination, a number of educators and business people were asked 
to respond to a questionnaire designed by the National Center for Research in 
Vocational Education- The respondents were attending a conference on 
Industry-Education Linkage sponsored by Lewis and Clark College, Lewiston, 
Idaho, and by the American Society for Training and Development, Spokane, 
Washington Chapter, Educators were asked the following: ^ 

L. What would be the major outcome achieved by an effective 
linkage with business and industry? 

2- What would be different about your vocational education 
program as a result of a successful linkage witli business 
and industry? 

Table 39 presents the percent of respondents who gave an answer that could be 
clustered into the listed categories. 



;AHLf 3^ 

ANTICIPATED OUTCOMES OF LINKAGE BETWEEN 
EIYPLOYERS AND VOCATION*. EDUCATION 



EDUCATION HLSf'ONSL (n- <j<>) 




1 . Maj or Outcomes 

a. Improved training and oducat Ion 

* 

b. Increased relevance to Industry needs 

c. Increased credibility, communication, and understanding 

d. Increased Interest and support for schools 

e. Most cost-effective training 
► % . f. Increased numbers trained 


Percent Responding 
57* 
50* 
28* 
26* 
24* 
23* 


2. Changes In Training 

a. Improved placMnw*nt 

b. Improved Information to students 

c. Sharing Instructors and resources 


24* 
19* 
13* 


" BUS fNE b ( j/ INDUSTRY RESPONSE (n a 9) 




1 . Maj or Outcomes 

a* Reduced training cost 

b. Better trained employees 

c. Planned training and placement system 


Percent Responding 
77* _ 
66* 

44 * 


2. Changes In Training 

• 

a. Concentrate on updatlnq and > spec. 1 f It problems 

b. Reduce or eliminate company training 


55* 
44* 
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Business people were asked these questions: 



1. What would be the major outcome achieved* by an effective linkage 
with vocational education? 

2. What would be different about your method of training as a result 
of a successful linkage with vocational education? 

While it appears that educators and business people may have some 
ditterent expectations of linkages with each other, there seems to be a 
mutual belief that cooperation will produce a better trained worker in a, 
more efficient and effective way. 
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. j CHAPTER y 

j FUTURE DIRECTIONS 

powerful social and economic forces arei not at work that promise to 
change the relationships bejtweeft , the private employment sector and our 
nation's educational institutions^ There is a definite need for local 
/commitment by both the empl/oyment community and the educational establishment 
to Che long-term training deeds. of our total] population Increased linkage 
and collaboration between the private employment sector and educational 
institutions should contribute to reduced training costs and better 
preparation of young people for work. 

Research conducted at the National Center for Research. in Vocational 
Education indicates that the 1980s will be characterized by high rates of 
technological change and high levels of , investment in capital equipment. 
Coupled with, these developments will -be lower levels of public! expenditure 
and increased competition for public dollars, Tftose involved in delivering 
vocational Education and job training are likely to find themselves trying to 
keep pace with rapid changes in technology and equipment with fewer dollars 
to do so. These technological and economic conditions seem likely to produce 
strong pressures for Increased use of skill preparation programs by 
employers. / 

Noting that the social impact- of the technological revolution on the 
American Workplace in the next decades is expected to be dramatic, the Joint 
Economic Committee of the U.S. Congress ( i960) concludes that "the jobs 
created will require a great degree of technical skill . . . and training and 
education programs which are more carefully coordinated with market develop- 
ments will be needed" (p. 36).' The Committee further concludes that techno- 
logical and social changes: 

. J . suggest the need for continued examination of the relationship 
between work and education. . . Y New links must be forged between 
education institutions, training programs, and private employerp. 
The future employment market will require not only competency in 
the basic skills, but also attention to increasingly complex job- 
related skills that enable employers to adapt to changing technol- 
ogy, employment patterns, and job opportunities, (p. 26-27) 

! 

An j overriding , common concern of business and education is that an 
adedequ&te number of trained people be available to serve the needs of our 
economy] (Striner 1982). To meet our growing needs for amore highly skilled 
labor f^rce, greater linkage and collaboration are needed between the pri- 
vate sector and the educational system. Unfortunately, past efforts to bring 
schools and employers into better alignment "have often been conducted on a 
f ragmen ted , duplicative , and uncoordinated basis" (Clark 1982 ) • 

Research on linkage conducted at' the. National Center reported in this 
document has uncovered spine- interesting relationships and useful conclusions. 
Linkage; occurs at two levels: (1) the institution level, and (2) the program 
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or classrooa level. Indicators of linkage at the institutional level Include 
the background of the executive directors! the tine they spend talking with 
local employers, and the Involvement of the advisory committee In the organ- 
ization. Indicators of training program linkage Include the background of 
the classroom teachers and the time they spend talking to employers. The 
research uncovered a number of other findings as well: 



• Institutional-level linkage Is associated with (1) being 
selective about who Is admitted dnto the program, (2) the 
inclusion of basic skills instruction in the training cur- 
riculum, (3) * greater tendency to start programs at 
the suggestion of local employers t (4) a grafter tendency 

4 to cancel programs due to lack of demand . „ 

* 

Almost no association was found between institutional linkage and program 
linkage, or between institutional linkage and other characteristics of the 
training program. There is, however, a tendency fot programs with strong' 
linkage to be more likely to — 

• have business-donated equipment and training materials; 

• have designed the curriculum in response to recommends- / 
tlons of local business people; / 

• have developed a curriculum that is specific to the 
needs of a particular employer; 

a provide job search training that Includes mock interviews 
and actual practice at contacting employers; and 

• discipline students for rule infraction such as 
absenteeism. 

In summary, the study demonstrated that linkage* at the institution level* 
influences the decisions made at that level (e.g., ideritif lcatlon of vendors 
with whom to contract, of programs to offer, and of admissions criteria to 
use), but that linkage at the Institutional level has very little influence 
on linkage at the training program level or on the specifics of how the 
training is provided. 

These relationships do not immediately suggest a theoretical framework 
iox answering Important questions related to linkage, however. Answers are 
aftjll needed to to questions such as the following: 

• What are the costs of linkage? 

• How does linkage benefit employers? 




• How does linkage benefit high-risk youth? 

• What are the circumstances under which linkage produces 
f the most and least benefits? 

• How can cclsts 'of linkage be minimized? . 

A general optimizing! model is needed that will supply answers to these 
and ottier persistent questions* Such a model should incorporate such factors 
as degree of specif icity, of training and cost of equipment required in the 
training. These factors should influence the level of linkage that is - 
needed, and its cost. 

Additionally, the meaning of the concept of linkage needs to be clari- 
fied and measurements to hk specified. The ongoing process of collecting 
data regarding linkage emphasizes the need for this conceptual analysis. 
An optimizing mode?, will refine arid expand the framework for conceptually 
structuring linkage as a phenome^op, and will serve to strengthen the basis 
for designing and conducting targeted studies' of the linkage process and its 
outcomes. 
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